This research was to study the work values of Generation Y preservice teachers in Malaysia. Research in western countries proposed that young generations are more individualistic and prefer intrinsic work values such as work autonomy, work identity, challenging jobs, and self-expression. There is few research on work values of Gen Y in Malaysia, and there is a need to confirm whether the above contention is applicable in Malaysian, and whether demographic data influences the work values embraced. A sample of 118 preservice teachers was drawn from one of the teacher education institutions in Malaysia. Data was gathered by using Super s (1970) Work Value Inventory. Factor analysis confirmed the three factor model proposed by Super. Descriptive analysis revealed that Generation Y preservice teachers preferred extrinsic over intrinsic work values. Inferential statistics proved that there were no significant differences between work values chosen by male and female Gen Y preservice teachers. However, ethnicity influenced the choice of certain work dimensions. Theoretical and practical implications of the survey findings were discussed, limitations of the study were specified, and directions for future research were suggested.
Introduction
Teacher quality is the most important factor that affects 30 percent of student learning in school (Victoria Auditor General s Report, 2010) . Teacher quality depends on the caliber of individuals who join the teaching profession. One of the important individual characteristic is work values. Super (1995) defined values as refinement of needs when an individual interacts and socializes with the environment, and work values are seen as the hierarchical organization of relatively stable needs, desires, and goals as applied to the world of work (p. 54). Murray (1938) introduced the need-press theory (Round & Armstrong, 2005) , which asserted that individuals behavior, feelings, and reactions are a result of their needs. Press are the stimuli in the environment that either facilitates or hinders the achievement of these needs. The interaction of needs and press determines work-related human behaviors (Dawis, 2002) . Work values influence a variety of individual organizational behaviors and outcomes, which include organizational commitment (Saadia & Naeem, 2001) , job satisfaction (Blood, 1969) , and job performance (Sidani & Gardner, 2000; Siu, 2003) . Research on teachers work values will help principals manage their subordinates. Understanding the work values of teachers can help to reduce costs related to absenteeism and turnover (George & Jones, 1996; Sims & Kroeck, 1994) , and increase the ability of principals to manage the performance of Gen Y teachers.
Work values of individuals are believed to be influenced by age cohort or generations (Johnson,2002; Lorence & Mortimer, 1985) . Generations are recognizable groups of individuals that share a common history and significant life events at critical developmental stages (Lancaster & Stillman, 2002) . However, definitions of generation boundaries are problematic. For example, Gen Ys are variously described as those born between 1978 to (Campton & Hodge, 2006 , or 1978 to 1995 (The National Oceanographic and Atmospheric Association Office of Diversity, 2006 ), or 1980 (Kersten, 2002 ), or 1978 to 1988 (Martin, 2005 . The present study uses the classification offered by Lyons (2004) , where Gen Ys are born from 1980 onwards.
Research in western countries proposed that Gen Ys are more individualistic and prefer intrinsic work values such as work autonomy, work identity, challenging jobs, and self-expression (Johnson, 2002; Jurkiewicz & Brown, 1998; Yankelovich, 1994; Zuboff & Maxmin, 2002) . They also value altruism and flexible working hours (Freeman & Rogers, 1999) . It is posited that younger generations perceived their careers as an extension of the self, and work-place is a vehicle for self-actualization (Pink, 2001 ). In addition, the younger generations tend to blend their work and play and look for intrinsic gains in the work process itself (Florida, 2004; Pink, 2001) . However, research conducted by Hewlett (2009) on college graduates composed of Baby Boomers and Gen Ys found that these two groups of employees had remarkable similarities (p. 72). Both generations love to make contributions to society; value flexible working arrangements; enjoy social connections at work; seek employment benefits over monetary compensation, and are loyal to their companies.
Research Objectives
Since 2000, Gen Ys have been entering the teaching workforce in great numbers. They are believed to embrace different work ethics, which influences their expectations, attitudes, and work motivations. A number of school principals raised the issue of work ethic among Gen Y teachers. They accused Gen Ys as me-oriented (Dittmann, 2005) . Tuck and Martin (1991) commented that there is a lack of research on work values in eastern countries, in particular the work values of Gen Y in Malaysia. Most studies on work values were carried out in western countries. Therefore, there is a need to conduct research in Malaysia to explore the work values of younger generations, specifically Gen Ys in Malaysia. Specifically, this research aims at verifying the claims of western research on Gen Ys, and to find out whether Malaysian Gen Y teachers embrace the same work values as Gen Ys in western countries.
Personal values literature has identified that gender may be important in values orientations (Meglino & Ravlin, 1998) . It was reported that men prefer the extrinsic aspect of job such as authority, financial rewards and job security (Smola & Sutton, 2002) , as well as cognitive outcomes such as independence, mastery, dominance, and competitiveness. On the other hand, women tend to value human relations and the intrinsic aspects of job (Nevill & Super, 1989; Tolbert & Moen, 1998) . They have greater affiliative needs, such as quality relationship with co-workers, supervisors, and are more preoccupied with short-term career goals (Elizur, 1994) . Eccles (1994) , in her longitudinal study of adolescent life transitions, found that women are more willing to make occupational sacrifices for the family, prefer jobs that involves helping others and contribution to society. Therefore, another objective of this research is to study the work values of male and female Gen Y preservice teachers, and to see whether there are differences in work values between gender. In addition, there is no research on work values of different ethnic groups in Malaysia. This study will help to enlighten the above aspect.
Methodology
Self-report questionnaires were distributed to 118 Gen Y preservice teachers in one of the teacher education institutions in Malaysia. Malaysia has a total of 27 teacher education institutions, and the trainees are randomly placed in the institutions after the selection process. Each institution are supposed to receive a randomly chosen group of trainees who originate from all the states in Malaysia. A total of 118 feedbacks were received, of which 17 sets were unusable due to incomplete responses. Hence the final response rate of usable questionnaires for the present study was 85.6%. Female respondents accounted for about two third of the total respondents (65.3%). About half of the respondents were Chinese (49.5%), followed by Malay (32.7%), and Indians (17.8%). All the Malays were Muslims (35.6%), and all the Indians were Hindus (17.8%). Some of the Chinese were Buddhists (42.6%), and only 4% were Christians (refer Table 1 ). (2008) as a well-validated measure. This instrument is internally consistent and showed predictable patterns of gender differences. WVI measures 15 work dimensions (achievement, coworkers, creativity, income, independence, lifestyle, mental challenge, prestige, security, supervision, work environment, variety, altruism, aesthetics, and management). Each dimension is measured by three items on a 5-point Likert scale ranging from 1 (unimportant) to 5 (very Important).
Data Analysis
Statistical Package for Social Sciences (SPSS version 11.5) was used to generate the results. The overall mean value of the coefficient of the scale was .89, demonstrating high internal consistency reliabilities. Descriptive statistics (Table 3) showed that supervisory relationships (4.37) has the highest mean followed by achievement (4.26), way of life (4.19), surroundings and altruism (4.18), associates (4.09), prestige (4.01), creativity and economic return (3.98), security (3.94), independence (3.80), intellectual simulation (3.75), aesthetic (3.69), variety (3.69), and management (3.54). The results demonstrated that extrinsic work values such as supervisory relationships, way of life, working surroundings, and quality relationships with associates are more preferred by Gen Y preservice teachers in Malaysia. Work values related to esteem needs came in as second in importance (achievement, altruism, prestige, creativity, aesthetic). Work dimensions related to safety needs took the third place (economic return, security, independence), and intrinsic work values (intellectual simulation, variety) were the least important work dimensions.
Confirmatory factor analysis involving principle axis factoring with varimax rotation was used to help in the identification of factors captured in the data. Factor 1 (Environment) consists of 5 items (altruism, achievement, relation, association, and surroundings) with factor loadings ranging from .53 to .73. Factor 2 (Intrinsic) consists of 5 factors (intellectual, creativity, management, aesthetic, and variety) with factor loadings ranging from.51 to -.73. Factor 3 (Security) consists of 5 factors (independence, economic return, way of life, security, and prestige) with factor loadings ranging from .47 to .73. There are three factors with eigenvalues above 1. The first factor explained 37.48% of the variance, and the second factor explained 9.87% of the variance, while the third factor explained 6.26% of the variance, making up a total of 53.62% of variance explained (see Table 2 ). 
Gender differences
Data analysis revealed that males and females choice of work dimension had no significant differences (refer Table 3 ), except for way of life (t = 2.127, df = 99, p .05). The ranking of work values according to gender and race (Table 3 ) demonstrated that the males chose supervisory relationship (4.30) as the most important dimension, followed by achievement (4.12), altruism (4.06), association (4.06), surroundings (4.04), way of life (4.04), creativity (4.02), economic returns (4.00), prestige (3.88), security (3.86), intellectual stimulation (3.80), independence (3.76), variety (3.75), management (3.64), and aesthetic (3.58). For the females, the most preferred work dimension is supervisory relationship (4.41), followed by achievement (4.33), way of life (4.27), surroundings (4.26), altruism (4.25), association (4.11), prestige (4.08), creativity (3.96), security (3.98), economic returns (3.97), independence (3.82), aesthetic (3.75), intellectual stimulation (3.73), variety (3.66), and management (3.49). 
Ethnical differences
The means of some of the work values are significantly different between the races (Table 3 ). 
Discussions
Overall, the preferred work values of Gen Y preservice teachers is extrinsic. It is not the same as findings in western countries (Jurkiewicz & Brown, 1998; Zuboff & Maxmin, 2002) , and implies that the findings in other nations are not generalizable to the Malaysian context. In the case of gender, except for way of life, the findings revealed that there are no significant differences between males and females in their preferred work values. This is also contrary to the research findings of western societies (Tolbert & Moen, 1998) . In this research, both sexes preferred extrinsic work motivation. Achievement needs are important, but is secondary to supervisory relationships. At the same time, preservice teachers place less emphasis on intrinsic aspects of work, compared with security. Intellectual stimulation and variety are also less emphasized by Gen Y preservice teachers.
Ethnicity also influences the choice of work values among preservice teachers. Work dimensions such as management, creativity, association, aesthetic, variety, and intellectual stimulation are significantly different among different races (Table 3 ). The mean for management among Chinese is the lowest among the three races. This may be due to the fact that Chinese dislike being involved in management activities. On creativity, the Indians have the highest mean value, which means that Indians are creative. The Malays have the highest mean for associates, which means that they prefer to work in places with maximum interaction. For aesthetic value, the Indian Gen Y preservice teachers have the highest mean. This may be due the influence of Indian culture. For variety and intellectual stimulations, the Malays have the highest mean. This means that the Malays preferred jobs that employ a variety of skills. However, the overall lower score for the Chinese on some of the work dimensions might be due to the fact that Chinese have the tendency to give a more conservative value during their answering sessions, compared to the Malays and the Indians (Hall, 1976) .
From the findings, it is clear that principals need to focus on extrinsic needs when managing Gen Y preservice teachers in Malaysia. The use of pay increase, bonuses, benefits, recognitions, and promotions are necessary to motivate the Gen Y teachers. In managing performance, it is necessary for principals to tie extrinsic rewards with the skills and practices that they want to instill among the Gen Y teachers. The same also applies for training and development. Promotions of Gen Y teachers may need to be based on training and development received. When assigning jobs, it is necessary to incorporate the social aspect, so that these Gen Y teachers have the opportunity to have quality supervisory relationships with both the colleagues and supervisors.
Conclusions and Recommendations
In general, Gen Y preservice teachers prefer quality supervisory relationships, good working environment/surroundings, and quality co-workers relationships. Achievement, security, and intrinsic work values are secondary in importance. The findings are different from that of the western societies. The theoretical implication of the research is that one size fits all cannot be applied on Malaysian Generation Y preservice teachers. Practical implication suggests that the school principals have to focus on hygiene factors (Herzberg, Mausner, & Snyderman, 1956 ) to motivate teachers of Generation Y, that is, they have to depend on pay, benefits, and extrinsic motivation. In terms of gender, except for way of life, there is no significant differences between males and females in the work values chosen. For race, the significant differences in the values chosen by the Indians meant that school principals should use esteem needs to motivate the Indians, while extrinsic motivation should be used to motivate the Malays and the Chinese. However, this research has only 118 respondents from one sector, which limits the generalizability of the data. It is suggested that future research should employ more Gen Ys from other sectors. 
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